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    ABSRACT 
 
   
According to Nel, van Dyk, Haasbroek, Schultz, Sono and Werner (2004:19), 
organizational culture is simply the manner in which things are done in an 
organization. It is also known as the personality of the organization. Irrespective of 
what is called, the culture of the organization develops overtime, and employees are 
often not even aware of its existence. Organizational culture is, however, of particular 
importance to management because it helps them understand how employees feel 
about their work.  Culture involves general assumptions about the manner in which 
work should be done, appropriate goals for the organization as a whole and for 
departments within the organization, and personal goals for employees. It is 
particularly the latter that makes the nature of the psychological contract of special 
importance in the pursuit of organizational success. It is represented by formal goals, 
structures, policy and communication.  
 
Shaw (1997:15) agrees with Nel et al (2004) that organizational culture composes of 
the shared values which are important concerns and goals shared by people in the 
organization that tend to influence the behaviour of the employees. These values 
persist overtime even with changes in group membership.  
 
In the light of the above literature, I’m conducting a research for a masters’ degree in 
Industrial Psychology at the University of Fort Hare, the topic being “The impact of 
organizational culture on employees’ behaviour within tertiary institutions in the 
Eastern Cape Region”.  
 
This study seeks to investigate: 
1) Determine the extent of influence of organizational culture on employees’ 
behaviour.  
2) Identify how management enforces such a culture into the workplace. 
3) Determine the significance of creating organizational culture and its 
implementation.  
 
This questionnaire was designed, in this regard, by the researcher to assess the 
abovementioned objectives. This questionnaire was distributed to the Nelson Mandela 
Metropolitan University and the University of Fort Hare. 
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